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The purpose of the thesis was to study how culture affects communication and 
management, and what kind of challenges Finnish managers face when working in 
Russia. The main focus was in the differences between Finland and Russia.  
 
The theoretical part of the thesis concentrated on culture, communication and the 
main features of Russian and Finnish management styles. Geert Hofstede’s 
cultural dimensions, the Lewis model of culture and GLOBE research were used to 
define these issues. The information for the theoretical part was gathered from 
literature, Internet articles and lecture materials. In the empirical part of the study, 
the main aim was to gain real experiences and deepen the understanding of the 
topic. The data for the thesis was collected through semi-structured interviews of 
three Finnish managers who are working in Russia. 
 
As a result of the study, it can be concluded that the differences between Finnish 
and Russian culture have an effect on Finnish managers’ work in Russia. Culture 
influences for instance peoples’ behaviour, values and assumptions, which are 
directly connected to the style how people communicate and what kind of listening 
habits they possess. The most significant differences between Finland and Russia 
are in power distance, uncertainty avoidance, in-group collectivism and future 
orientation. 
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Tämän opinnäytetyön tavoitteena oli selvittää kuinka kulttuuri vaikuttaa 
kommunikointiin ja johtamiseen, ja millaisia haasteita suomalaiset esimiehet 
kohtaavat työssään Venäjällä. Opinnäytetyön painopiste oli Suomen ja Venäjän 
välisissä eroissa. 
 
Opinnäytetyön teoreettisessa osiossa käsiteltiin kulttuuria, kommunikointia sekä 
venäläisen ja suomalaisen johtamistyylin pääpiirteitä. Asioita kuvattiin käyttäen 
apuna Geert Hofsteden kulttuuriulottuvuuksia, Richard D. Lewisin luomaa 
kulttuuriteoriaa, sekä GLOBE- tutkimusta. Teoriaosion lähteinä käytettiin 
kirjallisuutta, Internetistä löytyneitä artikkeleita, sekä luentomateriaaleja. 
Empiirisessä osiossa pyrittiin keräämään aitoja kokemuksia ja syventämään 
aiheen ymmärrystä. Tutkimus toteutettiin puolistrukturoituna teemahaastatteluna, 
johon osallistui kolme Venäjällä työskentelevää suomalaista johtajaa.  
 
Tutkimuksen tuloksena voidaan todeta, että Suomen ja Venäjän väliset 
kulttuurierot vaikuttavat johtajien työhön Venäjällä. Kulttuuri vaikuttaa muun 
muassa ihmisten käyttäytymiseen, arvomaailmaan ja oletuksiin, jotka ovat suoraan 
yhteydessä ihmisten kommunikointityyliin ja siihen millaiset kuuntelutaidot he 
omaavat. Merkittävimmät kulttuurierot Suomen ja Venäjän välillä ovat 
valtaetäisyydessä, epävarmuuden välittämisessä, sosiaalisessa yhteisöllisyydessä 
sekä tulevaisuuden suuntautuneisuudessa. 
 
 
Asiasanat: viestintä, johtaminen, venäläinen kulttuuri, GLOBE- tutkimus
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1. Introduction 
Cultural diversity of workplaces is rapidly increasing all over the world. 
Globalization and the growth of tourism have affected this phenomenon and 
created a demand to understand cross-cultural communication. Organizations are 
internationalizing and expanding their operations abroad, and therefore the labor 
force is also moving and different cultures are mixing. Usually cultural diversity is 
an advantage for a company but it also includes challenges. Communication is one 
of those challenges, as people with different backgrounds can absorb messages 
differently.  
 
At this point, it is worth mentioning the relations between Finland and Russia. 
Russia is an important business partner and place for investments for Finland. 
Nowadays more than 600 Finnish companies operate in Russia, and they employ 
around 50,000 people. (Suomalais-venäläinen kauppakamari 2013.)  All the time 
there are more Finns working in Russia, but the phenomenon is also other way 
around; the number of Russians is constantly growing in Finland. In 2011 and 
2012, foreigners established more than one tenth of all new businesses in Finland. 
In South-Eastern Finland every sixth new company had the entrepreneur with a 
Russian background. (Taloussanomat 2013.) 
 
Tourism between Finland and Russia is also increasing all the time, and currently 
discussed visa freedom between the countries would raise the flows even more. 
According to research made by TAK and the University of Eastern Finland, visa 
freedom would create around 12,000 new jobs in Finland in the trade and tourism 
industries. (Kaleva 2013.) The study reveals that a number of Russian tourists 
would double, and their use of money would triple. Possible visa freedom is seen 
as a huge challenge and an opportunity to Finland. Finland should ensure, that in 
the future Russians would still be interested in traveling to the country. Therefore 
the country should be able to offer qualified services for instance in securing to 
have sufficient capacity and professional skills in the tourism industry. (Mahorkka 
2012; Kaleva 2013.)  
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Based on the facts described above, it is obvious that there will be even more 
demand for the knowledge of Russia in the future. First of all, the Russian 
language is totally different compared to Finnish but it is definitely not the only 
factor one should learn to understand Russians. The knowledge of Russian culture 
and backgrounds facilitates people to understand and cooperate with each other, 
and it also enables more qualified customer service. 
 
This thesis aims to deepen the understanding of cultural differences between 
Russia and Finland, and their influence on communication. The report contains 
seven parts. In introduction, the topic is presented with the aims, delimitations, and 
justifications for researching the topic. The second and the third chapters include 
the theoretical framework of the thesis. The aim of the theoretical part is to 
understand the cultural influence on communication, and basic issues of cross-
cultural management. The main focus is on differences between Russia and 
Finland. The following two chapters introduce the research method and the 
analysis of empirical data. In the end, the conclusions and evaluation of the thesis 
project are concluded to finish the report. 
1.1 Justifications for researching the topic 
I have chosen cross-cultural communication for the topic of my thesis because I 
am really interested in it in general and the topic is very current. The number of 
multicultural organizations is increasing in Finland and all over the world. The 
knowledge of cross-cultural communication is needed. 
 
In 2012 I was in student exchange in St. Petersburg, Russia, and after that I had 
an educational internship in the Sokos hotel Vasilievsky. During six months I got an 
overview of the Russian culture and the working life. Internship in the Sokos hotel 
opened my mind a bit: I saw how Russians work and how challenging it is 
sometimes to communicate with other employees.  
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During my studies at the Saimaa University of Applied Sciences I have also studied 
additional management courses. I want to include those studies into my thesis and 
deepen my knowledge of management. That is why I want to study this 
phenomenon from the managers’ point of view. I believe this thesis will help me in 
the future because I would like to work in Russia. The research can also be useful 
for anyone who is working or will be working in a multicultural company. According 
to Lewis (2007, p. 28), the knowledge of basic features of other cultures reduces 
unexpected surprises, such as culture shock, gives an understanding in advance 
and enables to communicate successfully with other nationalities.  
1.2 Aims and delimitations 
The aim of the thesis is to find out how cultural differences affect communication 
and what kind of challenges diversity creates for the manager. The phenomenon 
will be studied from the managers’ point of view. To be more precise: what kind of 
communicational challenges Finnish managers face in Russia.  
 
In a theory part I will concentrate on the concept of culture, features of 
communication and the main issues of management styles. The main focus will be 
in Russia and Finland. Geert Hofstede’s cultural dimensions, the Lewis model of 
cultural types and the GLOBE study will be used to define these issues. In the 
empirical part I will interview Finnish managers who are working in the tourism 
business in Russia, and all or most of their employees are Russians. The 
questions will be based on 9 cultural dimensions of the GLOBE research, and the 
interview will be done by semi-structured interview. This interview type has been 
selected because it can be open and it allows interviewees’ personal experiences 
to come up. In the end I will compare theory and interviews to each other and find 
out what kind of similarities and differences they have. 
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2 Cultural influences on communication 
The concept of the culture can be explained in multiple ways and several theories 
have been developed to deal with the issue. Geert Hofstede has defined culture as 
a collective programming of human mind that differentiates the members of specific 
group of people from another. This refers to the process that every human has 
been learning since birth. (Hofstede et al. 2010, p. 6.) Culture can be measured in 
terms of adopted beliefs, values, norms, self-perceptions, cognitive ability, and 
behaviors (Minkov 2011, p. 4). 
Figure 1. The cultural onion (Hofstede et al. 2010, p. 8).  
 
Geert Hofstede has also determined culture as an onion, where different layers of 
culture are described (Figure 1). These layers are symbols, heroes, rituals and 
values. Practices are connected to symbols, heroes and rituals, and these layers 
are visible for outsiders. (Hofstede et al. 2010, p. 7.) 
 
On the top of onion are symbols. They are for instance words, gestures and 
objects that have a particular meaning for people who share the culture. Symbols 
are the issues, which can easily disappear from the culture, but also new symbols 
can develop as easily. (Hofstede et al. 2010, pp. 7-8.) 
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Heroes are on the second layer of the culture. They can be persons who are alive 
or dead, real or imaginary, but who have something that culture appreciates. 
Heroes work as a behavior model for individuals. (Hofstede et al. 2010, p. 8.) 
 
Rituals are on the third layer of the model, and they influence a lot of activities 
within the culture. Rituals are collective activities, which are in fact useless in 
reaching the goals, but socially essential for people. Rituals can include for 
instance greetings, the respect for the others, and social and religious ceremonies. 
(Hofstede et al. 2010, p. 9.) 
 
Values are in the heart of the culture. They are feelings that determine the 
individual’s attitude to certain issues. Values have a plus and a minus side, and 
they are for instance evil versus good, ugly versus beautiful, and abnormal versus 
normal. Children learn values among the first things in their lives. Because values 
are adopted at the beginning of the life, usually they stay unconscious and are 
difficult to observe by outsiders. (Hofstede et al. 2010, p. 9.) 
2.1 Hofstede’s cultural dimensions 
Geert Hofstede has conducted a culture theory that is known all over the world 
(Borwayes & Price 2008, p. 21). The aim of the research was to study how culture 
influences values in the workplace. The data for the research was conducted 
between 1967 and 1973 from the employees of IBM in more than 70 countries. 
(Geert Hofstede 2013.) 
 
Hofstede created four dimensions of national culture that distinguished countries 
from each other. Those dimensions are power distance, individualism versus 
collectivism, masculinity versus femininity, and uncertainty avoidance. In 1991 a 
fifth dimension, long-term orientation, was added to the study. The fifth dimension 
is based on research made by Michael Bond. Moreover, in 2010 also sixth 
dimension, indulge versus restraint, was added to the Geert Hofstede study. (Geert 
Hofstede 2013.) 
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Power distance describes the level to which members of a certain culture accept or 
expect that power is distributed unequally. In high power distance countries, the 
managers are powerful and make decisions without taking employees’ opinions 
into account. Employees respect their manager, and they do not question his or 
her decisions.  Hierarchy is needed and people are used to get strict instructions 
from someone who is in a higher position. In low power distance cultures people 
aim to be as equal as possible. Managers in low power distance societies, allow 
subordinates to participate more on decision making. (Browayes & Price 2008, p. 
22.) 
 
Individualism versus collectivism describes the relationship between the individual 
and the group of people. Individualism represents societies where people prefer to 
take care only of themselves and their close families. The typical character for an 
individualist is “I” mentality. In collectivistic culture “we” mentality prevails. 
Therefore in collective cultures individuals are expected to take also care of their 
relatives. Personal relationships and teamwork are valued in collectivistic societies, 
and therefore people might even consider collective achievements more important 
than completing the tasks. Individuals are used to work individually, and for them 
reaching the personal goals is more important than relationships with the others. 
(Browayes & Price 2008, p. 23; Geert Hofstede 2013.) 
 
Masculinity versus femininity describes how cultures aim at reaching their goals. In 
masculine cultures people tend to be assertive and competitive, and they value 
performance and achievements. In feminine cultures individuals are more modest 
and they take care of the others and quality of life. (Geert Hofstede 2013.) The 
gender roles are clearly separated in masculine societies, whereas in feminine 
cultures the sexes are more equal (Browaey & Price 2008, p. 24). 
 
Uncertainty avoidance describes the level to which members of a certain culture 
feel uncomfortable with uncertainty and unclear situations. The main point is how 
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society faces the fact that future can never be known. (Geert Hofstede 2013.) In 
low uncertainty avoidance countries people aim at predicting and clarifying things 
to reduce the threat of uncertainty. In societies with high uncertainty avoidance 
members are used to take risks and they face things as they come, without 
planning or predicting too much. (Browayes & Price 2008, pp. 24-25.) 
 
Long-term orientation describes how people are orientated in their lives and how 
they relate to the future. Cultures with a short-term orientation are focused to find 
out the absolute truth. They value traditions and strive to get quick results. People 
live on the present situation, and time is not the main issue for them. Whereas, 
cultures with a long-term orientation are more open for changes and they believe 
that the truth relies on situation, context and time. They are tend to save and invest 
for the future, and are more patient in achieving results. (Geert Hofstede 2013.)  
 
The sixth, and the latest dimension is called indulge versus restraint. Societies that 
allow free gratification of basic and natural human drives connected to having fun 
and enjoying life, are seen as indulge cultures. Restraint is connected to societies 
that aim to avoid gratification of needs by regulating it with strict social norms. 
(Geert Hofstede 2013.) 
2.2  The Lewis model of culture 
Richard D. Lewis has developed a model that divides cultures in three categories. 
These categories are multi-active, linear-active and reactive, and every group has 
its own characteristics. (Lewis 2007, p. 27.) 
 
Multi-active people are extroverts, who love to show their emotions and opinions, 
and they use a lot of body language in communication. They are people-oriented 
and talkative, and they value relationships. Doing several things at the same time, 
without planning the order is typical for multi-active people. They are not interested 
in punctuality or schedules, and therefore it might be challenging for linear-active or 
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reactive people to deal with them. Russia belongs to this category together with for 
example Italy and Mexico. (Lewis 2007, pp. 27; 30; 33-34.) 
 
Members of linear-active culture are task-oriented and organized planners. It is 
typical for linear-active people that they do one thing at a time, plan carefully what 
they are doing, stick to plans and facts, and have commitment on timetables and 
schedules. Linear-active people have limited use of body language, and they are 
known as quite good listeners, as they rarely interrupt others. Some examples of 
linear-active cultures are Americans, Germans and Swedes. (Lewis 2007, pp. 30; 
34.)  
 
Reactive cultures are known as listening cultures, as they rarely start action or 
discussion, do not interrupt when others are speaking, and put other’s opinion first, 
before reacting to it and telling what they think themselves. They respect other 
people and are patient and punctual in their work. Members of reactive cultures are 
also introverted who do not believe on using do many words; they are used to 
communicate in briefly and clearly. According to Lewis, Finland is a reactive 
culture, which has some linear-active tendencies when reacting. Other cultures 
belonging to reactive category are for instance China and Japan. (Lewis 2007, pp. 
32-34; 38.) 
2.3 Communication 
Communication is a process of transmitting messages or information from one 
person to another (Deresky 2008, p. 127). Absorbing the message may vary a lot 
depending on what the sender and the receiver know about the subject under the 
discussion, what kind of professional experience they have, what they value, and 
for example how they make assumptions on what is true and what is fiction. Cross- 
cultural communication also includes filters that can lead to incomprehension of the 
message, the change of the message or misunderstandings. Use of language, 
communication and thinking styles, and relationships can be defined as the filters 
involved. (Browayes & Price 2008, pp. 233-234.) 
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The communication consists of verbal and non-verbal communications. Sounds, 
intonation, idioms, grammar, words and dialects are connected to verbal 
communication. Non-verbal communication includes visible elements, such as 
gestures, eye contact, facial expressions and physical distance between the 
participants of the conversation. Especially non-verbal communication can easily 
lead to misunderstanding, as it may differ a lot from culture to another. (Browayes 
& Price 2008, p. 234.) Non-verbal communication is an essential part of Russian 
communication style. Unlike the Finns, the Russians are used to use lot of their 
hands and facial expressions when sharing ideas and emotions. Thus, this cultural 
difference may occasionally lead to misunderstandings and make communication 
more challenging. (Buuri & Ratschinsky 2000, p. 40.) 
 
A cultural context has an influence on communication and thinking styles. Based 
on the concept of Edward T. Hall, communication can be divided in high-context 
and low-context styles. In high-context cultures, like in Russia, the communication 
is indirect and implicit, and only the small amount of the main message is shared 
using words. The rest of the message is interpreted in the context, for example in 
the relationship between the people involved in the situation. In low-context 
cultures, such as in Finland, the message is explicit and people assume that 
message is like it is said, without any hidden meanings. (Buuri & Ratschinsky 
2000, p.38; Deresky 2008, p. 135.) 
 
The relationship between the sender and receiver is connected to the factor how 
they perceive each other’s social standing. The degree of formality, respect and 
intimacy can be involved in communication process. Hierarchical factors may also 
effect on communication if people from different cultures and different hierarchical 
levels are working together. In this case the status may become a barrier between 
people. (Browayes & Price 2008, p. 236.) 
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Figure 2 Russian communication patterns (Lewis 2008, p. 27). 
 
Figure 2 describes Russian communication patterns. When Russians communicate 
with the others, they are talkative and use a lot of emotional and theatrical aspects. 
People and feelings are more important for them than actual facts, and therefore 
the communication often lacks the clarity. Usually Russians ask the other side to 
speak first, so that they can reflect on the given position. (Lewis 2007, p. 376; 
Lewis 2008, p. 26.) 
Figure 3 Finnish communication patterns (Lewis 2008, p. 15). 
 
Figure 3 describes Finnish communication patterns. As seen in the figure, the 
Finnish style looks simple compared to the Russian style (Figure 1). Finns are 
used to say only things that are necessary, using as few words as possible. If they 
think that a message is unclear to the receiver, they will repeat it in a summarized 
form. Finns assume that this is the best way to succinctness and clarity. Because 
of the reactive nature of Finns, usually they let others speak first, and then respond 
carefully. Finns assume that promises are always promises, and therefore they 
MISCOMPREHENSION
CLARITY 
WORD 
BASE 
CONCESSION DEADLOCK 
W
O
R
D
 
B
A
S
E 
 
R
E
S
U
L
T 
   
15 
 
weight the intention of the issue before making the decision. Overall, the Finnish 
communication is honest and direct, and people do not involve their emotions on 
communication. (Lewis 2007, p. 68; Lewis 2008, p. 14.) 
Figure 4 Listening habits in Russia and Finland (Lewis 2008, pp. 73; 85). 
 
Just as communication patterns differ from culture to another, so do listening 
habits. Figure 4 illustrates those differences in Russia and Finland. Russians are 
suspicious of official information, even thought it would be presented by the 
government or state agencies. Personal messages are the most valuable for 
Russians, no matter if they are based on facts or not. Russians are at their best as 
listeners in small or private situations, as they seek to get the personal touch. 
(Lewis 2008, p. 84.) 
 
Finns are patient listeners who do not interrupt others. They respect and value 
others’ opinions and proposals, and they have a high level of concentration. 
Silence is an essential part of social interactions for Finns, and therefore they do 
not feel pressure to take actively part in discussions. That habit of silence may 
seem to other nationalities that Finns are not interested in the topic at all. (Lewis 
2007, p. 333; Lewis 2008, p. 72.) 
Russia Finland 
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2.4 The main characteristics of Russian culture 
“With the mind alone Russia cannot be understood,  
No ordinary yardstick spans her greatness;  
She stands alone, unique –  
In Russia one can only believe.”  
– Fyodor Tyutchev (Richmond 2009, p. 57.) 
 
It is said that Russian culture is mystique and difficult to understand for foreigners. 
A world famous Russian Matryoshka doll describes well the mystique of the big 
country. Matryoshka consists of several dolls and always there is a smaller doll 
placed inside the other. This symbolizes the mysteriousness of Russia. The doll 
has a woman figure, and therefore it also describes Russian women: they aim to 
be mystique and unique. Russian women are used to use a lot of money and time 
for their attire. It is important to be neat and well dressed in all occasions. (Parikka 
2010, pp.137–139.) 
 
The Russian concept of time is cyclic, which means that time is not seen as a 
straight line with the past and the future, but as a continuous process that goes 
round in circles. Measuring of time is not important for Russians, and therefore 
they do not feel stressed if they are late. Also changes in plans in a short run are 
accepted, as Russians tend to be flexible, spontaneous and ready to live in the 
moment. Russians are also ready to wait for others if they are not on time, but 
anyway punctuality is seen virtue. This attitude to time is based on Orthodoxy that 
encourages people to be patience. (Malankin 2012, p. 8; Vot Tak 2013, pp. 7-8.)  
 
Hospitality is a well-known Russian feature and at the same time one of the key 
elements of the Russian way of life. It is important to show the greatest hospitality, 
even in the case of bad economic situation. If Russians invite guests in their 
homes, they are used to serve only good quality food with a wide range of options. 
Toasting is also an important component of Russian hospitality. It is common that 
toasts are raised in the beginning of a meal, with a short speech. The speech can 
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be thanking the host, wishing the better future, or almost anything. The importance 
of hospitality increased in the 16th century when a book Domostroi was published. 
A book was seen as a guide for everyday life. Domostroi emphasized the 
importance of a good public image, and therefore it encouraged people to take 
extra care of their guests. (Richmond 2009, pp.101-102; Parikka 2010, pp. 97; 104-
105.)  
 
Russians are used to show their emotions, both negative and positive. As 
described in chapter 2.2, Russians are multi-active and this characteristic is shown 
on their sentimentality and willingness to express their feelings in any situation. For 
example when a Russian gets angry, he does not hide his feelings but opens his 
mouth and tells what the problem is (Buuri & Ratschinsky 2000, p. 46). 
Emotionality is seen also in body language, as Russians use a lot of hands and 
facial expressions when communicating with the others (Vot Tak 2013, p.10). 
People, who do not show their deepest human feelings, are seen cold and distant 
in Russia (Richmond 2009, p. 39).  
 
Russians do not like to spend time alone. They are always looking for company to 
cry, laugh, talk or party together (Buuri & Ratschinsky 2000, p. 45). Russians tend 
to stay in close connection with their families, relatives and friends, as they value to 
have strong social relationships (Vot Tak 2013, p. 71) They take care of other 
people and are always ready to listen to them. People are used to be open on 
sharing their own concerns within the family and friends. (Buuri & Ratschinsky 
2000, p. 45.)  
 
Personal relationships are highly valued in Russia and they are essential to getting 
things done (Richmond 2009, p. 94). Throughout the history Russians have had a 
strong distrust of their government. They do not expect the government to help 
them, and therefore they have had to find other solutions how to solve problems in 
their lives. Social networks are the most important tools in this situation. (Parikka 
2010, p. 267.) The meaning of personal connections appears in private and 
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business lives. People rely on other people, for example their friends, whom they 
trust. Friends can help to find good jobs, kindergartens for their children, and useful 
goods and services for everyday life. Good networks also help people in getting 
information, for instance on from where to buy cheap but good quality products. 
(Vot Tak 2013, p. 70.)  
 
Russians have a reputation for extremes. If they do something, they want to make 
it impressive, as it is typical for their mentality to have all or nothing. This is shown 
for instance in overwhelming hospitality, long lasting loyalty and all encompassing 
friendships. (Richmond 2009, p. 38.) Moreover, Russians love to celebrate and 
tend to make it in a big way. The most important celebrations are the New Year 
and International Women’s day. (Vot Tak 2013, p. 45.) 
3 Cross-cultural management 
The manager has a responsibility to take into account the cultural diversity of 
employees of the company and he or she has to have skills to manage their 
differences. The most significant management skill is communication of which 
importance is highlighted in multicultural work organizations. (Browayes & Price 
2008, p. 16.)  
 
According to Nancy Addler (Browaeys & Price 2008, p. 16), a meaning of cross-
cultural management is defined as follows:  
 
“Cross-cultural management explains the behaviour of people in 
organizations around the world and shows people how to work in 
organizations with employees and client populations from many different 
cultures. Cross-cultural management describes organizational behaviour 
within countries and cultures; compares organizational behaviour across 
countries and cultures; and, perhaps most important, seeks to understand 
and improve the interaction of co-workers, managers, executives, clients, 
suppliers, and alliance partners from countries and cultures around the 
world.” 
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The main features of Finnish and Russian management styles are described in the 
following chapters. Even though this thesis concentrates on Finnish managers and 
their work in Russia, it is worth knowing also the basic characteristics of Russian 
management style to be able to get better understanding of the topic. In this case, 
the subordinates of Finnish managers are Russians, and they are probably used to 
different kind of management. After the management styles, the GLOBE research 
project and its findings in Russia and Finland are introduced.  
3.1 Finnish management style 
The Finnish management style has developed over the time. Experiences, culture 
and conditions, such as the climate and geopolitical location, have affected the 
management. For hundred of years the Finns have been subjected to foreign 
domination by the Swedes and the Russians. Both countries have had an effect on 
Finnish customs, culture and history, and therefore Finns have become brave, 
reliable and diligent, and they have learnt to survive. Achieved independence is 
important for Finns, and thus they strive to maintain it. The preservation of the 
independence has required constant development, and this desire for the 
development is one of the main characteristics of Finnish managers. (Lewis 2007, 
p. 330; Kostamo 2004, pp. 45-46.) 
 
Typically in Finland, the manager uses consensus in managing and leading the 
workforce. The manager emphasizes group work and team spirit with an effective 
communication, open discussions, stability and consensus on decision-making. 
The manager can be questioned and employees are usually allowed to share their 
opinions. It is common for Finnish managers, that they share the power with 
employees, and therefore the power of the leader decreases. (Lämsä 2010.) 
 
Honesty is one of the special features of Finnish business and management. The 
Finns value integrity and therefore a good manager should be honest, sincere, fair, 
and trustworthy. A manager is outspoken and means what he or she says, and 
expect that others will do the same. Finns feel proud to see themselves as being 
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reliable. A promise means always a promise for them, and one should not change 
it without a good excuse. (Chhokar et al 2008, p. 93; Lämsä 2010.) 
 
In Finland people value managers who interact with their employees, tell them 
openly where the organization is going, encourage them in their tasks, and arrange 
working teams and organization structure. With one’s own example, a manager 
can influence what kind of working environment he or she creates. Usually Finns 
have a high level of education and they are knowledgeable, and thus the leader 
cannot be the person who has the best knowledge in all issues. In the best case 
the leader strives to create an equal atmosphere and inspires his or her employees 
to bring out their best. (Chhokar et al. 2008, p. 95.)  
3.2 Russian management style 
The traditional manager in Russia is authoritarian and paternal. Employees accept 
that the manager has lot of power, and they expect that he or she will make 
decisions and give instructions for them. The manager should be clear and precise 
when communicating with employees, so that they know exactly who is going to do 
what and how. The relationship between the leader and subordinate is important, 
and therefore the manager has to participate intensively to everyday work. Good 
instructions and supervising are essential, because otherwise the work can be 
easily neglected. (Morrison & Conaway 2006, p. 416; Vot tak 2013, p. 30.) 
 
The management style has roots in the Socialist era, when managers were part of 
the hierarchy of officials and their task was to carry orders from above. Managers’ 
work was under the political control and pressure, and therefore the results were 
the most important. (Nabirukhina 2012.) The leadership and motivation of 
employees were not a part of managers’ tasks, and they used threats and coercion 
to manage their subordinates. This style of management led to the achievement of 
the results that were demanded by socialist planning. (Lewis 2008, p. 218.) 
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Nowadays the Russian management style is in transition due to political and 
economic changes of Russian society. Management has been influenced by the 
Western style, and it is changing to a more humane orientated way. The strong 
style is still widely appreciated, but slowly people’s attitudes are changing. (Buuri & 
Ratschinsky 2000, pp. 55-56; Vot tak 2013, p. 44.) 
3.3 Russia and Finland in the GLOBE research 
The GLOBE (Global Leadership and Organizational Behaviour Effectiveness) is a 
cross-cultural research on leadership and organizational behaviour. The research 
is a continuation to Geert Hofstede’s theory of five cultural dimensions. The project 
was started in 1991, and it still continues. (Häkli 2013.) Researchers have collected 
data on cultural values, practices and leadership attributes from 18,000 managers 
in 62 countries. The purpose of the study is to find out which leadership behaviours 
are culturally contingent and which are accepted all over the world. The research 
reveals that the appreciated leadership style varies a lot from culture to culture. 
According to the research, countries are divided into 10 social clusters and the 
differences between cultures are measured by using 9 cultural dimensions with a 
scale from 1 to 7. Finland belongs to the Nordic Europe cluster, and Russia to the 
Eastern Europe cluster. (Deresky 2008, p. 98.) Cultural dimensions and their 
features in Russian and Finnish societies are explained in the following chapters.  
3.3.1 Power distance 
Power distance defines the degree to which members of society expect and accept 
that power should be equally distributed (JWB 2002). The main issue is how a 
society deals with inequalities among people. In societies where power distance is 
high, the power is essential for keeping social order, harmony and sustainability. 
Whereas in low power distance societies the power is seen as a source of 
corruption and dominance, and therefore people aim to be more equal. (Häkli 
2013.)  
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In comparison to other countries, Russia has very high power distance (score 5.52, 
rank 14) and the society is seen hierarchical. The manager is strong, has lot of 
power and does not do mistakes in Russia. Corruption is also connected to power 
distance, as Russians tend to show their power to other people. (Kosonen 2010.)  
High power distance is based on the history of Russia. In the mid 90th century the 
middle class was weak, a state had centralized power and the country was lacking 
of democracy. An individual’s behaviour was limited by the bureaucratic control, 
and people respected authorities and privileges. The respect still exists in Russian 
society, but might be slowly changing. Nowadays the opportunities for people are 
not only linked to political connections, but also to education, skills and 
experiences. This might lead to more democratic social norms and management 
styles. (Chhokar et al. 2008, p. 815.) 
 
In Finland power distance is in the middle and ranks 47th with a score of 4.89. In 
the depression of the 1990s teamwork was appreciated and everyone in the 
organization was seen important. Therefore the relationship between the manager 
and employee was close and communication was easy and direct. Nowadays the 
general trend is to decrease the distance between levels in organization and 
society. (Chhokar et al. 2008, pp. 88-89.) 
3.3.2 Uncertainty avoidance 
Uncertainty avoidance defines the degree to which organization, society or group 
of people relies on social norms, rules and procedures to avoid unexpectedness of 
future events (JWB 2002). Uncertainty avoidance is very low in Russia in 
comparison to other countries (score 2.88, rank 61) (Chhokar et al. 2008, p. 816). 
This is reflected in the entrepreneurial and risk-oriented behaviour of Russian 
managers, and the fact that they tend to make decisions at once without using too 
much time to think what really is the best option. (Chhokar et al. 2008, p. 817; Vot 
Tak 2013, p. 28.) In 1990s people lost their faith in the uncertain environment. The 
realities of the life, such as traditions and rule orientation, were not valid anymore. 
In the past they had provided security and supported tolerance of uncertainty for 
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Russians. In this current situation managers learnt to adjust to the rapidly changing 
environment. (Chhokar et al. 2008, p.817.) 
 
Finland has high score (5.02) on uncertainty avoidance and it ranks 8th among 
GLOBE countries (Chhokar et al. 2008, p. 89). High score reflects much more 
organized life than in Russia. Finns are used to have clear procedures and rules on 
their interactions, and they are tolerant to follow those rules. They do not feel 
comfortable when taking high risks. (Kosonen 2010.) In Finland people are also 
time-conscious and therefore punctuality and keeping appointments are valued 
(Chhokar et al. 2008, p. 89). 
3.3.3 Humane orientation 
Humane orientation defines the degree to which an organization, society or group 
of people encourages individuals to be fair, kind, caring and generous to other 
people (Chhokar et al. 2008, p. 817). Characteristics of high humane orientation 
societies include for instance that members of a society are responsible for taking 
care of the wellbeing of others, the interest of others is valued and people are 
encouraged to avoid any kind of racial discrimination. But in low humane 
orientation countries these are as opposite; a state supports for an individual’s well 
being, the individual’s own self-interested is valued and people are not sensitive to 
racial discrimination. (Grovewell 2013.)  
 
Russia scored 3.94 on humane orientation and ranks 37th among GLOBE 
societies. Ethical norms and morals are not respected in business or private life, 
and therefore corruption and unfairness are widespread. Social exclusion and 
poverty are wide problems in Russian society. Welfare and social benefits are 
usually neglected also at the organizational level, and therefore individuals are 
responsible for the well being of themselves and the others. (Chhokar et al. 2008, 
p. 817.) 
 
   
24 
 
In comparison to other GLOBE countries, Finland has an average ranking on 
humane orientation (score 3.96, rank 35). According to the GLOBE study, Finnish 
managers would like to increase humane orientation. This may be due to the fact 
that a state has cut social welfare and people feel that society is not as generous 
as it was before. Also the gap between the rich and the poor has deepened, and 
changed people’s attitudes toward to state. (Chhokar et al. 2008, p. 87.)  
3.3.4 Institutional collectivism 
Institutional collectivism is the degree to which organizational and societal 
institutional practices reward and encourage its members to distribute collective 
resources and actions (Browayes & Price 2008, p. 32). In high institutional 
collectivism societies group loyalty is encouraged for example with the laws and 
social programmes, while low institutional collectivism emphasizes individuality 
(JWB 2002).  
 
In comparison to other countries, Russia ranks relatively high in institutional 
collectivism (score 4.50, rank 17). The roots of the traditional collectivistic practises 
are based on historical traditions and the Socialist era. (Chhokar et al. 2008, p. 
812.) It is typical for Russians to consider know-how and tools as symbols of 
power, and therefore they are not willing to distribute their knowledge among the 
other people. It is also common that employees do not tell the truth to their 
managers. (Kosonen, 2010.) 
 
Institutional collectivism is quite high also in Finland (score 4.63, rank 10). Finns 
appreciate teamwork and honesty at work. The community is needed to reach the 
goals. (Kosonen, 2010.) According to the GLOBE research there are several 
reasons to explain the high institutional collectivism in Finland. During the past 
decades, the country has had strong labour unions that have facilitated exchanges 
with the government. This system has supported the stability of Finnish society. 
Moreover, organizations and governmental bodies have appreciated teamwork 
throughout the 1990s. Cooperation, teamwork and shared decision making are still 
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highly valued. Also the small size of Finland has made it easier to reach 
consensus. Influential people from all social spheres are able to meet personally to 
negotiate. Beside the high institutional collectivism, Finland has some signs of 
individuality. Usually these individual aspects are stronger when times are good in 
a society, whereas collectivism is stronger in bad times. (Chhokar et al. 2008, pp. 
86-87.) 
3.3.5 In-group collectivism 
In-group collectivism is the degree, which describes how much the members of a 
society express loyalty, pride and team spirit in their families and organizations. 
Russia is known as a collective culture, and a high rank on the GLOBE study 
proves this assumption (score 5.63, rank 17). History plays a crucial role on 
collectivistic society. In the past the Russian Orthodox Church supported strong 
relationships and community. Individual freedom was limited, and for instance 
winning was not always appreciated. The importance of collectivistic behaviour has 
been emphasized in unstable times, such as during the Second World War and in 
1990s because of the economic crises. The Westernized behaviour of higher 
individualism is reaching Russia, and therefore a society is nowadays struggling 
between high individualist behaviour and networking idealized collectivism.  
(Chhokar et al. 2008, pp. 812-814.)  
 
In-group collectivism is low in Finland (4,07) and ranks 54th among the 62 GLOBE 
countries (Chhokar et al. 2008, p. 89). People are independent and autonomous of 
groups. People require their own space and everyone has their own goals (Häkli, 
2013). In the past Finns were living in rural areas together with different 
generations, but after migration to the cities this has changed. Nowadays people 
take only care of their nuclear families, and the maintaining of finances and 
standards of living is everyone’s own responsibility. (Chhokar et al. 2008, p. 89.) 
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3.3.6 Assertiveness 
Assertiveness is the degree to which members of a society behave assertively, 
confrontationally and aggressively in their relationships with others (Broways & 
Price 2008, p. 32). Societies with high assertiveness value dominant and tough 
behaviour, and competition is important for them. They do not pay attention on 
cooperation, but the main stress is on success and the control over environment. 
(Häkli 2013.) 
 
In comparison to other countries, Russia ranks quite low (score 3.68, rank 54) in 
assertiveness, which means that cooperation and close relationships are valued 
(Chhokar et al. 2008, p. 815; Grovewell 2013). Competition hardly existed in the 
time of communism, and therefore people still strive to keep harmony with the 
community (Kosonen 2010). Present Russian society demands more assertive 
behaviour, because the businesses and society are transforming, and the heritage 
of caring for other people limits this kind of behaviour (Chhokar et al. 2008, p. 815).    
 
Finland’s score on assertiveness is 3.81, and the country ranks 47th among 
GLOBE societies. Finns are non-dominant and non-aggressive in their 
relationships, and they are not used to show their ambition. Harmony with the 
community is valued, which means that Finns are tolerant and aim to smooth 
cooperation with the others. (Chhokar et al. 2008, p. 85-86; Häkli 2013.)  
3.3.7 Gender egalitarianism  
Gender egalitarianism is the degree that describes how the equality between 
genders is valued (JWB 2002). The Russian’s score on gender egalitarianism is 
4.07 and the society ranks 2nd of 62 GLOBE countries. In the medieval times, the 
genres of Russian woman and man were clearly defined. Woman was responsible 
on taking care of home, and man took care for activities outside the home, such as 
hunting. Later on the social roles started to change. The most significant changes 
happened after the Soviet period, Joseph Stalin’s repressions and the Second 
World War, when the male population decreased substantially. Women had to take 
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over traditional men’s activities, and thus many of them turned into women’s 
professions. The state allowed equal access to education and social benefits, and 
the correct balance of women and men in the politics were controlled. However, at 
the end of the Soviet era, the gap between employed men and women increased. 
Currently the managers in Russia do not express their willingness to strengthen 
gender egalitarianism and change the role of women. (Chhokar et al. 2008, pp. 
814-815.) 
 
Gender egalitarianism in Finland is in the middle of the GLOBE study (score 3.35, 
rank 31). The country has been striven for equality between women and men for a 
long time. The status of women has been moving to a more equal direction since 
1906 when Finland allowed women to vote in parliamentary elections. Year by year 
more women are elected at the elections, and the country had its first woman 
president in the beginning of 2000s. Unfortunately there is still a gap in earnings 
between the genders and relatively few women are in top positions. This might be 
partly explained by the fact that women are still usually responsible for taking care 
of children and household duties. (Chhokar et al. 2008, p. 87.) 
3.3.8 Future orientation  
Future orientation is a dimension to describe how much members of a society plan 
and think about their future. This dimension ranks relatively low in Russia, and the 
country ranks 61st of 62 GLOBE societies. (Chhokar et al. 2008 p. 816.) Typical 
characteristics of low future orientation countries are the habit to spend money 
immediately, rather than save, and to reach gratification as soon as possible 
(Grovewell 2013). The continuous changes in government and legislation, and 
instability in politics, have affected people’s attitudes toward the future. Slowly 
people have started to trust the stability of economy and society, and therefore 
managers are willing to act and think more strategically. (Chhokar et al. 2008, p. 
816.)  
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In Finland future orientation is high compared to other countries (score 4.24, rank 
14). Finns are used to saving money for the future and making long term plans in 
their lives. Also organizations are ready to make long-term strategic orientations 
and aim to achieve lasting success. High future orientation can be explained due to 
the stable political and socioeconomic status, but it might be changing in the future. 
Finland is striving to keep national budget at a relatively low level, which means 
that future investments at the society level will be decreased. (Chhokar et al. 2008, 
p. 85; Häkli 2013.) 
3.3.9 Performance orientation 
 Performance orientation is the degree to which a community rewards and 
encourages individuals for excellence and to improve performance (Browayes & 
Price 2008, p. 32). In societies with high performance orientation people value 
training and development, and education is seen as a key to success. Members of 
low performance orientation societies value societal and family relationships more. 
Education is not the main issue for them. (Häkli 2013.) 
 
Performance orientation is very low in Russia (score 3.39, rank 59) (Chhokar et al 
2008, p. 816). Sometimes Russians may have a low motivation to work, and they 
are willing to change their jobs often because work is not the main issue in their 
lives, while the stability of a job is really important for Finns. Finland has an 
average ranking (46) with a score 3.81 in performance orientation. Finns are used 
to work hard and honestly and they are conscientious for their employer. They are 
ready to develop and educate themselves in a changing working environment, to 
maintain their performance.  (Kosonen, 2010.)  
3.3.10 The most significant differences between Finland and Russia  
Table 1 illustrates the GLOBE findings of 9 cultural dimensions in Russia and 
Finland. The table presents scores with a scale from 1 to 7, ranking among 62 
GLOBE societies, and a band with options of low, average and high. 
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DIMENSION 
SCORE RANK BAND 
Russia Finland Russia Finland Russia Finland 
Power distance 5.52 4.89 14 47 High Average 
Uncertainty avoidance 2.88 5.02 61 8 Low High 
Humane orientation 3.94 3.96 37 35 Low Low 
Institutional 
collectivism 4.50 4.63 17 10 Average High 
In-group collectivism 5.63 4.07 17 54 High Low 
Assertiveness 3.68 3.81 54 47 Average Average 
Gender egalitarianism 4.07 3.35 2 31 High Average 
Future orientation 2.88 4.24 61 14 Low Average 
Performance 
orientation 3.39 3.81 59 46 Low Average 
Table 1. The GLOBE findings in Russia and Finland. 
 
As results reveal, the most significant differences between Russia and Finland are 
in uncertainty avoidance, future orientation, in-group collectivism and power 
distance. As described with more details in previous chapters, these differences 
create challenges in communication for instance in the attitude toward time, long-
term planning, importance of personal relationships, and attitude to power and 
hierarchy. 
4 Research method 
A qualitative research method has been used to gather information in this 
research. This type of method has been selected because the purpose of the 
research was to concentrate on non-measurable issues, and deepen the 
understanding and reasons behind the issue. The aim of the qualitative research is 
to find out answers to how, what kind of and why questions, and to gather non-
numerical data (Tonder 2009). The most common methods of qualitative research 
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are interview, inquiry, observation and information based on different kind of 
documents (Tuomi & Sarajärvi 2009, p. 71).  
 
This research has been conducted by using semi-structured interviews as a 
method to collect data. A face-to-face interview was seen the best method for this 
research, as it allows informants to share their personal experiences. Openness 
and flexibility are advantages in face-to-face interviews. It is possible to repeat the 
questions, fix misunderstandings and define the meaning of the issue. Also the 
order of the questions can be changed. These are not possible in the interviews 
that are conducted only in the written form, for example via e-mail. (Tuomi & 
Sarajärvi 2009, pp. 72-73.) The structure of the interview (Appendix 2) was created 
basing on the theoretical framework of the thesis. The main interest was on the 
GLOBE research, and therefore questions were divided on nine cultural 
dimensions. Moreover, the interview included questions about the informants’ 
backgrounds, language skills and communication.  
 
The target group for the research was Finnish leaders who work in Russia and the 
most or all of their subordinates are Russians. According to the original plan, the 
aim was to interview five persons. Finding suitable respondents proved to be 
challenging because of the fact that there are still only few Finnish tourism 
companies in Russia, and quite often a manager is Russian in those companies. 
An interview invitation (Appendix 2) was e-mailed to five potential interviewees on 
week 38. Unfortunately, matching the schedules with two persons turned out to be 
impossible, and therefore the interview was conducted only for three Finnish 
managers. All the interviews were conducted in Finnish and they took place in St. 
Petersburg on 30th September and 1st October 2013.  
 
The first of interviewee was Tarmo Suomalainen who is a regional manager of the 
Finnish-Russian Chamber of Commerce (FRCC) and leads their office in St. 
Petersburg. The FRCC is a non-profit organization that aims to promote 
companies’ business, competitiveness and economic relations in Russia and 
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Finland. It has about 750 members from Finland and around 150 from Russia. The 
organization operates in all fields of business and serves all customers. The 
mission of the FRCC is to offer companies various services in market research, 
company operation, export promotion, training, information, and consultation. 
(Suomalais-Venäläinen kauppakamari 2013.) In the tourism industry the FRCC 
operates for instance in such a way that it seeks partners for Finnish tourism 
entrepreneurs, and arranges different types of events in the field of tourism. The 
FRCC has five offices in total, which are located in Lappeenranta, Helsinki, 
Moscow, Yekaterinburg and St. Petersburg. (Suomalainen 2013.) 
 
Two other respondents work for OOO Sokotel, Sales & Marketing Director, Hanna 
Tiitola and Chief Financial Officer, Matti Myllymäki. Sokos Hotels is Finland’s 
largest hotel chain and it is a part of S-Group. The chain has over 50 hotels around 
Finland, one hotel in Tallinn and three hotels in St. Petersburg. The company 
provides comfortable accommodation, conference services, wellness services and 
restaurant services. Hotels are always well located in the city center, or at holiday 
resorts and they are easy to access. (Sokos Hotels 2013.)  
 
SOK’s subsidiarity, OOO Sokotel, was launched in 2007 in Russia. In 2008 the 
company opened three Sokos Hotels in St. Petersburg. The Original Sokos Hotel 
Palace Bridge is a five-star wellness hotel, the Original Sokos Hotel Olympia 
Garden is a business and leisure hotel, and the Solo Sokos Hotel Vasilievsky is an 
individual and stylish leisure hotel. The guest is always the number one for the 
company, and thus Sokos Hotels aims at being easy, caring, honest, fair and 
responsible in its operations. (Brochure of Sokos Hotels 2012; Sokos Hotels 2013.) 
In addition to these three hotels, OOO Sokotel has auxiliary activities, such as 
sales, marketing and accounting in St. Petersburg.  The company also has one 
office in Moscow concentrating on business-to-business sales and marketing. 
(Tiitola 2013.)  
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5 Analysis of empirical data 
This chapter introduces the results of the interviews. The questions (Appendix 4) 
were created based on nine cultural dimensions of the GLOBE research. The 
participants of the interview have experience in working in Russia from two to five 
years, and all or most of their subordinates are Russians. 
5.1  Language and communication 
All the participants of the interview agreed that language creates its own 
challenges to communication. Matti Myllymäki and Tarmo Suomalainen use 
Russian as a working language. They both told that their skills are not perfect but 
anyway they manage quite well. Hanna Tiitola said that her Russian skills are not 
good enough to communicate in business life, and therefore she uses English at 
work. English is the organizational language of OOO Sokotel. 
 
“You need to think much more, it is different when you communicate in a 
foreign language. It does not always come naturally.” (Suomalainen 2013.) 
 
When interviewees were asked to describe communication with Russians, features 
like saving face, fast communication style and positiveness came up. Hanna Tiitola 
emphasized that it is important to make sure that the message is really understood, 
because people may pretend that everything is clear even when it is not. This is 
connected with saving face, since Russians avoid humiliating each other. She also 
highlighted that there are always at least two persons involved in communication: a 
sender and a receiver. Both of them can absorb a message differently, depending 
on their backgrounds, education and culture.  
 
”Finnish communication is more direct than Russian. Here people seek for 
hidden messages.” (Myllymäki 2013.) 
 
Tarmo Suomalainen described Russians as Latinos of the North. By this concept 
he means fast communication that includes a lot of shared opinions, positiveness 
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and loudness. He told that Russians love to show their emotions, and this is shown 
for example in the habit to celebrate birthdays at work.  
 
When discussing the communication style with Russians, all of the interviewees 
agreed that spoken communication is the best practice. Matti Myllymäki told, that 
Russians love to send emails, but usually contents and aims of emails are 
misleading. Therefore he emphasized that messages should always be agreed on 
face-to-face, and only the confirmation should be made by email. The others agree 
that email is not enough to ensure effective communication.  
 
”Oral communication is the best, because in that case more specific 
questions can be presented. Written communication is always faceless, and 
therefore the possibility of misunderstandings is higher.” (Tiitola 2013.) 
5.2 Power distance 
When it comes to power distance, interviewees proved that the manager is highly 
respected in their organizations. Hierarchy is important for employees and the 
manager confirms even small issues.  
 
“Our organization is really hierarchical. I aim at equal actions, but anyway 
my subordinates confirm everything from me.” (Myllymäki 2013.) 
 
Matti Myllymäki stated that he aims at less hierarchical working environment. He 
believes it is possible to react it with time and experience. Employees should 
understand it does not matter if he or they make a decision; a manager still has a 
final responsibility. It was highlighted that creating a common responsibility is 
challenging, because people are used to the fact that the manager is paid to take 
responsibility.  
 
Employees show their respect for the leader in multiple ways. All the interviewees 
said that their employees respect any decision they make. Employees also formally 
address their manager, which is normal in the Russian culture. In general, Russian 
culture is considered to be more polite than Finnish. 
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“ Decisions of the director are respected, and that makes management 
easier.” (Myllymäki 2013.) 
 
Matti Myllymäki stated that it is an advantage that employees respect their leader, 
but it can also be risky. People hesitate to question decisions, and therefore the 
business can take a wrong direction.  
 
In this part, the aim was also to find out how bureaucracy and corruption affect the 
interviewees’ work. All the interviewees stated that corruption is not a part of their 
operations. Sometimes companies receive special requests, but they have to 
refuse them. Tarmo Suomalainen believes that corruption is much more common 
among the Russians themselves, and does not reach foreign companies as easily. 
 
“In Russia, you can deal with corruption as much as you want. If you want to 
success on a certain kind of business, what our organization definitely does 
not want, you can be involved in corruption.” (Myllymäki 2013.) 
 
However, bureaucracy is part of business operations. Interviewees stated that it is 
visible on documentation. It is important to have lots of agreements, and managers 
are responsible for signing huge numbers of documents. According to Hanna 
Tiitola, bureaucracy is part of Russian business life, and therefore it is not a 
problem. She emphasized that it is important to adopt local methods when working 
abroad. Matti Myllymäki pointed out that even though bureaucracy is time 
consuming, it also works as a tool of control. When certain things and papers are 
managed in a proper way, all the business operations are under control.   
5.3 Uncertainty avoidance 
In this section, the aim was to find out what kind of attitudes toward time people 
have, how they face changes in work, and how they deal with unpredictability of 
future events. All the interviewed stated that time concept in Russia differs from 
Finland.  
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“All my employees do not even have a calendar, people are used to live one 
day at the time.” (Suomalainen 2013.) 
 
Flexible working hours are used in interviewees’ teams, and therefore it is not a 
problem if one comes late to the work, because in that case he or she will work 
later in the evening. It was also pointed out that in a big city like St. Petersburg, 
traffic influences people’s lives a lot. But the most important aspect is that work will 
be done, not that people are on time at work.  
  
Matti Myllymäki said that there have not been problems with deadlines. He 
emphasized that if any problems with deadlines occur, the problem is caused by 
poor instructions. In the financial department they use a project list with the status 
of current situations, and it eases people to understand the progress of a project. 
Whereas, two other respondents said that deadlines are always challenging. They 
emphasized that it is important to control and urge employees on from the 
beginning till the end so that work will be done by the deadline.  
 
“I think this country is used to face big changes. Therefore, a change is not 
a real challenge here. But in case of remarkable changes, people think in 
the same way as in Finland. Maybe two weeks, and then the change is 
forgotten.” (Tiitola 2013.) 
 
In Tarmo Suomalainen’s opinion, Russians accept changes quite easily, and only 
slight opposition to change occurs. Russians are always ready to face uncertain 
situations, and they do not worry about things beforehand. It is customary that 
there is always something new on the way.  
 
It was stated that management of change is always challenging, no matter if it 
happens in Finland or anywhere else. In general, change is taken negatively, and 
therefore management should be clear and strong. The significance of groundwork 
is emphasized before the real change, because in that case it is easier for 
employees to face it. (Myllymäki 2013.) 
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5.4 Humane orientation 
The purpose of this section was to find out how fairness and courtesy occur in the 
interviewees’ organizations, and how employees’ workplace welfare is taken into 
account.  
 
”Fairness means that everyone is treated even-handedly. Communication 
and all the other activities should be equal, no matter what your position in 
the organization is. Cooperation is important so that everyone feels to be a 
part of the team, because everyone is needed to achieve success for the 
company.” (Tiitola 2013.) 
 
Interviewees agreed that equal treatment is important. The managers aim at being 
fair and courteous to their employees, and Matti Myllymäki also pointed out that 
fairness is one of the organizational values of OOO Sokotel. 
 
 “You work to live, not live to work.” (Myllymäki 2013.) 
 
According to the GLOBE study, unfairness and neglect of welfare and social 
benefits are common in Russian business life. However, all the interviewees 
emphasized that the well being of their employees has been taken into account at 
the organizational level. OOO Sokotel has a wide range of benefits for its 
employees. Insurance for everyone, private medical care, meals at work, free use 
of gym, and education are some examples of them. The FRCC also has some 
benefits, such as cooperation agreement with medical care services, and 
compensation of sport activities. Good working environment was also mentioned, 
as it is not always a truism in Russia. 
5.5 Institutional collectivism 
In this part, the idea was to find out how managers encourage their employees to 
distribute know-how and skills among the other employees, and how employees 
are rewarded for good performances.  
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“I encourage my employees with my own example. I aim at getting them to 
tell about their best moments of the week, challenges they have faced and 
thinks like that. I believe, that a manager creates a working environment, 
and with his or her own example affects that.”  (Tiitola 2013.) 
 
Matti Myllymäki said that project lists are reviewed together with the team. In 
addition to project lists, sometimes teams are divided into two and they hold 
brainstorm sessions. In small groups, people are encouraged to bring out new 
ideas connected to a certain theme. It was mentioned that sometimes people 
consider knowledge as power, and therefore they are not willing to distribute it with 
the others.   
 
Tarmo Suomalainen told that employees are initiative to ask help from their 
colleagues, if they do not know how to solve a problem. He also said that an open-
plan office is a great working environment, because people hear what others are 
saying, and skills and know-how can be easily spread within employees. Current 
issues are also dealt with in meetings. 
 
“We reward our employees with small bonuses. Everyone has personal 
goals to obtain them. In addition to bonuses, it is important to thank and 
praise for good performances.” (Suomalainen 2013.) 
 
According to managers, they reward their employees with financial benefits, such 
as bonuses and incentives, as well as intangible rewards. Intangible rewards 
include for instance encouragement, thanking and praising for good performance. 
5.6 In-group collectivism 
This section deals with in-group collectivism, and the aim was to find out how 
meaningful personal networks and relationships are at work. Moreover, how people 
talk about their personal issues with others was to be found out. 
  
“Networks are formed with people you get along well and you work closely” 
(Myllymäki 2013.) 
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Interviewees told that personal relationships and networks are important at work. 
As Russians are sentimental, they show easily with whom they like to work, and 
with whom they do not like. Matti Myllymäki also said that people take things more 
personally, and therefore the manager has to intervene in the issue if there are 
problems in cooperation. Sometimes he has to rearrange working teams.   
 
“Work is work. It is allowed to talk about one’s own life at work, but I 
encourage them to tell about issues connected to work, such as challenges 
and development ideas. My subordinates know something about me but not 
too much.” (Tiitola 2013.) 
 
“People talk openly about their personal issues at work but mainly among 
themselves. First of all, I am a foreigner, and secondly, I am a manager, so I 
do not participate in their discussions a lot.” (Suomalainen 2013.) 
 
Even though employees are open with their colleagues, it was stated that they do 
not easily share their personal lives with the manager. But Matti Myllymäki told that 
he aims at asking small issues connected to the employees’ personal lives, 
because thus employees get the feeling that the manager really cares about them. 
He emphasized that showing the interest is highlighted in the situation when an 
employee is from far away and in the beginning of the career he or she does not 
have local networks.  
5.7 Assertiveness 
The questions connected with assertiveness, were targeted to clarify how people 
show their ambition and desire for promotion. Hanna Tiitola said that both are 
clearly visible in the employees of the sales and marketing team. She stated that it 
is essential to have ambition if one wants to succeed in his or her job. Otherwise 
finding new customers would be impossible. An open list is used in a team and it 
shows how business is going, who has reached a goal and who has not. A list 
works as a motivator, as employees see for example who got most new customers. 
It makes them think how they could improve themselves to be better than 
colleagues.   
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“Employees want to reach everything here and now, especially young 
people. It is common that they change their job, if they do not reach their 
gratification soon.” (Myllymäki 2013.) 
  
Matti Myllymäki pointed out that sometimes people have high ambition and they 
know clearly what they want. But the problem is that they are not always ready to 
work to reach their goals.  
 
“Doing a job well is the best way to show your desire for promotion.” (Tiitola 
2013.) 
 
Interviews revealed that a right attitude and quality of work are the main factors on 
showing desire to get promoted. Tarmo Suomalainen also said that desire is 
shown in the fact that people are willing to study issues connected to their work 
also in their spare time.  
5.8 Gender egalitarianism 
When discussing gender egalitarianism at work, all the interviewees said that 
people are quite equal. All three have both genders as subordinates, but the 
gender does not affect the work.  
 
“I was expecting more differences between women and the men before I 
moved to Russia, but in fact they hardly exist at work.” (Suomalainen 2013.) 
 
Hanna Tiitola stated that even though she is a foreigner and a woman; she has 
never had a problem because of those facts. She assumes that the reason for 
gender equality may be the fact that sales and marketing is a more female sector. 
Hanna Tiitola has only one male subordinate but she said that she would like to 
have more. However, it is challenging to find relevant men for sales and marketing, 
as almost all applicants are women. 
 
Although the gender does not affect work itself in Russia, men are clearly 
masculine and women clearly feminine. The biggest difference compared to 
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Finland is, that in Russia it is important to share compliments to women. It is worth 
remarking for example on a new dress or hairstyle. In Russia it is normal, polite 
behavior, but in Finland it could even be found harassment. (Myllymäki 2013.) 
5.9 Future orientation 
In this section, the purpose was to find out how organizations plan the future of 
their employees and the company.   
  
“Unfortunately, we do not make long-term plans for individual employees, 
and that is a big problem. When people do not have perspective within the 
company, they easily change their job.” (Myllymäki 2013.) 
 
All interviewees said that they are not used to making long-term plans for individual 
employees. Long-term plans are mostly budgets and other financial plans.  
 
As pointed out already in chapter 5.3, people live in the moment and they are not 
used to planing their future. Matti Myllymäki stated that long-term plans from the 
organizations would influence this situation. Probably people would think more 
about their future and there would be more constancy of labor.  
 
Also the habit that people would like to reach gratification as soon as possible is 
connected to the fact that people are not future orientated. They have ideas of 
what they want, but they are lacking the commitment and plan how to achieve their 
goals. The stability of a job is not the main issue for Russians, and therefore the 
temptation to change the company is high (Myllymäki 2013). A high turnover of 
workers is always expensive for organizations. 
5.10 Performance orientation 
The last section of the interview included questions about the ways how feedback 
is given and received, motivation styles, people’s initiative, and how organizations 
support employees’ personal development.  
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“If feedback is factual and justified, Russians take it well. But if they have 
made a mistake, they can even change their workplace. They are afraid of 
losing face.” (Myllymäki 2013.) 
 
“Usually I give constructive feedback in private, but positive feedback in 
public.” (Suomalainen 2013.) 
 
Managers aim at being fair and supportive when giving feedback to their 
employees. Feedback works as a motivator together with encouragement, 
interesting tasks, incentives, and bonuses. Also activities within the team, salary, 
and feedback from customers were mentioned to motivate people for better 
performance.  
 
“Employees want to get the feeling that they have succeeded in their work” 
(Tiitola 2013.) 
 
The interviewees had different opinions of the issue if Russians act on their own 
initiative or not. Matti Myllymäki said that in general Russians are not initiative. 
They are used to the fact that the manager gives instructions and solves all the 
problems; they do not even try themselves. Whereas, Hanna Tiitola stated that on 
the one hand, people in sales and marketing have to act on one’s own initiative, as 
it is the basis for success. But on the other hand, she pointed out that in some 
situations people do not act without someone’s request. Therefore the manager 
has to tell what should be done. But then, Tarmo Suomalainen said that people 
have their own tasks and they do them quite independently.  
 
The interviewees told that the issues connected to personal objectives are 
discussed in development discussions. The FRCC supports its employees for 
instance in language studies, and enables short exchanges in their offices in 
Finland. OOO Sokotel educates the staff by themselves for instance in sales, and 
therefore they do not support external education. According to Hanna Tiitola, 
people really appreciate the education provided by the organization.   
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6 Conclusions 
The theoretical framework and the empirical part supported each other well in this 
thesis. It was interesting notice how many similarities the participants’ answers 
contained. My own experiences and assumptions on Russian working life were 
also quite similar to those of the managers, even though I have experience only for 
a couple of months, and from the subordinate’s perspective. I must say that I am 
surprised that there are no significant differences between the findings of the 
GLOBE study and the interviews I conducted.  
 
The study reveals that communication style in Russia differs a lot from that in 
Finland. First of all, the language makes communication more challenging, no 
matter if the manager uses Russian or English at work. When people communicate 
with a foreign language, there is always a higher possibility for misunderstandings. 
The managers told that overall the communication style in Russia is more complex 
than in Finland and includes hidden messages. Probably the biggest challenge for 
the manager is to make sure that the message is really understood. It is also 
obvious that face-to-face communication is found the best practice, as Russians 
value personal messages. One of the managers described Russians as Latinos of 
the North, which can be clearly connected to Lewis’ communicational patterns and 
listening habits that were described in chapter 3.2. I think the description gives 
comprehensive overview of the Russian communication style.  
 
According to the GLOBE study, the most significant differences between Finland 
and Russia are in uncertainty avoidance, future orientation, in-group collectivism 
and power distance. These findings in comparison to interviews are quite similar. 
Based on interviews, probably the biggest challenge is in power distance. Finnish 
managers emphasized that in Russia work requires more participation and control 
than in Finland. Hierarchy is important for employees, and the power and decisions 
of the manager are really respected. Employees hesitate to make individual 
decisions, and therefore the manager has to confirm everything. Sometimes 
Russians also consider the knowledge to be power, which means that they are not 
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willing to distribute all know-how within the others. It was also stated in the 
interviews that managers aim to less hierarchical working environment, but it is 
challenging and time-consuming, as people are used to hierarchy. However, I think 
peoples’ attitudes and behavior are slowly changing, as more and more employees 
are gaining experience from abroad and international companies. Therefore, 
people adopt widely new skills and working methods that can affect their 
assumptions and values.   
 
The concept of time, which is connected to uncertainty avoidance, also creates its 
own challenges to management and communication at work. One of the managers 
told that it is challenging for instance to arrange appointments, as it requires 
several calls, and still people can make changes in plans in a short time. When it 
comes to following to deadlines, the managers were unanimous that constant 
observation is needed to make sure that the work will be done. The reasons why 
people do not follow deadlines easily were described to lie on Russian cultural 
features, as Russians do not take time that seriously, and they are used to living 
for the moment. On the other hand, one manager stated that failing with deadlines 
is caused by weak instructions from the manager, not from people's personalities. 
 
Based on findings of the GLOBE study, in-group collectivism is high in Russia and 
low in Finland. Russians value personal relationships and networks, whereas Finns 
are more individualists. As the interviewees told, it is common that there are 
networks within employees in the workplace, and people share their personal 
issues with the colleagues. Because of high power distance, Russians are used to 
keeping distance to their manager, and therefore they do not tell everything openly 
to him or her. Russians are willing to show their emotions in public, and that is why 
for instance the habit to celebrate birthdays at work is important to them. 
Sometimes emotionality creates challenges in teamwork, as people tend to show if 
they do not want to work with someone. In that case a manager has to react to the 
situation.  
 
   
44 
 
Russia ranks low in future orientation, and interviews proved that people do not 
plan their future much. Individuals’ future is often neglected also at the 
organizational level, as companies do not make long-term plans for their 
employees. It was stated that if employees do not reach gratification at work within 
a short period of time, they easily change their job. It is also a part of Russian 
mentality, as they think that work is not the main issue in their lives. A high turnover 
of staff is always a challenge for the manager, as hiring a new employee is an 
expensive and time-consuming process.  
 
Based on theoretical framework and the empirical data, Finnish and Russian 
cultures are rather similar when it comes to assertiveness, humane orientation, 
institutional collectivism and performance orientation. According to the GLOBE 
research, there is a difference between the countries in gender egalitarianism, and 
Russia should be more equal than Finland. Based on the interviews, people in both 
countries are quite similar and equal. The equality in the interviewees’ 
organizations might be due to the fact that tourism and hospitality is quite a 
feminine industry. According to my own assumptions, Russians do respect women 
a lot, but in working life genders are not as equal as the study reveals. I think most 
of the women are working, but their possibilities to influence in politics or reach 
high positions in organizations are limited. However, men still have most of the 
power when it comes to decision-making in the country-related issues.  
7 Evaluation of the research 
Overall the thesis project was interesting, but demanding. It was a challenge to 
narrow the theoretical framework down, because of the excessive amount of 
information. It was also challenging to finding relevant managers for the interview, 
as there is not that many Finnish companies working in the tourism and hospitality 
industry in Russia. If more people could have participated to the interview, more 
experiences and viewpoints would have appeared, and the results would have 
been more reliable. It is worth mentioning, that the organizations that the 
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interviewees represented were Finnish, and they have a Finnish mode of 
operations. Probably Finnish managers who work in originally Russian companies, 
would have different kind of experiences. It is also good to keep in mind that St. 
Petersburg and Moscow, where interviewees have gained their experience, 
present just a small part of Russia. Russia is a huge country with hundreds of 
different cultures, and for example behavior, values and everyday life in big cities 
differ a lot compared to rural areas.  
 
The aim of the study was to find out how culture affects communication and what 
kind of challenges Finnish managers face when working in Russia. Although the 
number of interviewees was quite small, I think the study answered the research 
question. As a result, it can be summarized that the differences between Finnish 
and Russian culture have an effect on Finnish managers’ work in Russia. Culture 
influences for instance people’s behavior, values and assumptions, which are 
directly connected to the ways how people communicate with each other and what 
kind of listening habits they possess. The most significant differences between 
Russia and Finland are in power distance, uncertainty avoidance, in-group 
collectivism and future orientation. 
 
During the thesis process, I deepened my previous knowledge on communication, 
the differences between Finnish and Russian cultures, and management. The topic 
is really current because of the globalizing world, and I am sure this information will 
help me in the future. I hope the thesis can be useful also for anyone who is 
interacting in multicultural environment, especially those working with Finns or 
Russians. I believe the understanding of cross-cultural communication is 
worthwhile, as it is a basis for smooth cooperation.   
 
This research studied communication from managers’ point of view. Therefore, I 
could suggest for further research to study the phenomenon from the employees’ 
perspective. The research could concentrate on studying what kind of cultural 
challenges Russians face when working in Finland, and how they interact with their 
   
46 
 
Finnish managers. Although there is abundant research on the topic, I believe 
there is still place for further studies.  The relation between the two countries is 
more relevant than ever before and the knowledge of cultural characteristics is 
demanded.  
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Hei, 
 
Olen Saimaan ammattikorkeakoulun restonomiopiskelija. Teen opinnäytetyötä 
suomalaisten esimiesten kommunikaatiohaasteista Venäjällä. Opinnäytetyön 
tavoitteena on selvittää kuinka kulttuurierot vaikuttavat kommunikointiin ja millaisia 
haasteita monikulttuurisuus luo johtajille. Tärkeä osa tutkimusta on saada aitoja 
kokemuksia Venäjällä työskenteleviltä suomalaisilta, jotka toimivat hotelli-, 
ravintola- ja matkailualalla. Olisinkin erittäin kiitollinen, mikäli osallistuisitte 
tutkimukseeni haastattelun osalta, jotta saisin arvokasta tietoa aiheesta. 
 
Haastattelu tullaan toteuttamaan teemahaastatteluna, jolloin kysymykset ovat 
avoimia ja tavoitteena on aikaansaada luonnollinen keskustelu. Haastattelun 
pääteemoja ovat:  
• Suomalaisten ja venäläisten kulttuurierot 
• Kommunikaatio 
• Johtamishaasteet Venäjällä 
 
Arvioitu kesto haastattelulle on noin 1-1,5 tuntia ja se voitaisiin toteuttaa Pietarissa 
tai Helsingissä esimerkiksi viikoilla 39 - 41.  Haastattelutuloksia tullaan 
käsittelemään luottamuksellisesti ja ne julkaistaan ainoastaan opinnäytetyössä. 
Opinnäytetyön on määrä valmistua marraskuun 2013 loppuun mennessä, jonka 
jälkeen saatte valmiin raportin käyttöönne. 
 
Toivon teidän ottavan yhteyttä minuun joko sähköpostitse tai puhelimitse 27.9.2013 
mennessä. 
 
Ystävällisin terveisin, 
Pipsa Pulkkinen  
Saimaan ammattikorkeakoulu 
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Hi, 
 
I am a tourism degree student of Saimaa University of Applied Sciences. I am 
writing my thesis about Finnish managers’ communicational challenges in Russia. 
The aim of the thesis is to find out how cultural differences effect on 
communication, and what kind of challenges multiculturalism creates for the leader. 
The important part of the thesis is to gain real experiences from Finnish managers 
who work in Russia in hotel, restaurant and tourism field. I would be thankful, if you 
could take part on my research, so that I would gain valuable information about the 
topic.  
 
The interview will be semi-structured, and therefore questions can be open and the 
aim is to create natural discussion. The main themes of interview are: 
• Cultural differences between Finland and Russia 
• Communication 
• Management challenges in Russia 
 
Interview will take approximately 1 to 1½ hours, and it could be done in St. 
Petersburg or Helsinki for instance during the weeks 39 - 41. Interview results will 
be treated in confidence, and they will be published only in thesis. Thesis is 
supposed to be finished by the end of November 2013, and after that you will get 
the report for yourself. 
 
I wish you would contact me by email or phone before 27 September 2013. 
 
Best regards, 
Pipsa Pulkkinen 
Saimaa University of Applied Sciences 
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Haastattelukysymykset 
 
1. Haastateltavan taustatietoja 
• Kertokaa työhistoriastanne ja siitä miten olette päätyneet nykyiseen 
tehtäväänne Venäjälle.  
• Kuinka kauan olette toimineet tehtävässänne ja mitä työnkuvaanne kuuluu? 
• Millainen on henkilökohtainen käsityksenne johtamisesta? 
 
2. Kieli 
• Arvioikaa kielitaitoanne. Miten olette hankkineet kielitaitonne? 
• Mikä on työkieli yrityksessänne ja onko sen käyttöön kehitetty ohjeistusta?  
• Millaisia haasteita kieli luo kommunikointiin? 
 
3. Viestintätyyli 
• Kuvailkaa kommunikointia venäläisten kanssa. 
• Mikä on mielestänne paras keino kommunikoida venäläisten kanssa? 
Oletteko huomanneet eroja suullisen ja kirjallisen viestinnän välillä? 
• Onko suomalaisten ja venäläisten viestintätyylissä mielestänne merkittäviä 
eroja? Kuinka mahdolliset eroavaisuudet vaikuttavat viestintään?  
• Onko teillä konkreettisia esimerkkejä viestinnästä aiheutuneista ongelmista 
tai väärinkäsityksistä? Millaisia? 
 
4. Valtaetäisyys (Power distance)  
• Millainen on organisaationne hierarkia? 
• Millä tavoin työntekijät tuovat esille mahdollisen kunnioituksen johtajaa 
kohtaan? 
• Kuinka byrokratia ja korruptio vaikuttavat toimintaanne? 
 
5. Epävarmuuden välttäminen (Uncertainty avoidance) 
• Millainen on yrityksenne aikakäsitys? Onko sen sisäistämisessä ollut 
ongelmia esimerkiksi työaikojen tai määräaikojen noudattamisessa? 
• Miten muutokset otetaan vastaan ja kuinka työntekijät suhtautuvat siihen 
että kaikkea tulevaa ei tiedetä tarkkaan? 
 
6. Humaanisuus (Humane orientation) 
• Miten reiluus ja kohteliaisuus muita kohtaan ilmenevät organisaatiossanne? 
• Miten organisaationne huolehtii työntekijöiden työssäjaksamisesta? 
 
7. Institutionaalinen yhteisöllisyys (Institutional collectivism) 
• Miten työntekijöitä rohkaistaan jakamaan tietoa ja taitoa? 
• Millä tavoin työntekijöitä palkitaan hyvistä suorituksista? 
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8. Sosiaalinen yhteisöllisyys (In-group collectivism) 
• Miten henkilökohtaisten suhteiden merkitys näkyy työpaikalla? 
• Muodostuuko työpaikalla verkostoja työntekijöiden kesken? 
• Onko yksityiselämästä puhuminen sallittua työpaikalla ja kannustetaanko 
siihen? 
 
9. Itsevarmuus (Assertiveness)  
• Miten kunnianhimo näkyy työelämässä? 
• Millä keinoin työntekijät pyrkivät ylenemään? 
 
10. Sukupuolinen tasa-arvo (Gender egalitarianism) 
• Näkyykö sukupuolten välisiä eroja organisaatiossanne? Millaisia? 
 
11. Tulevaisuuden suuntautuneisuus (Future orientation) 
• Tekeekö organisaationne pitkän ajan suunnitelmia niin yrityksen kuin 
työntekijöidenkin kannalta? Millaisia? 
 
12. Suoritussuuntautuneisuus (Performance orientation) 
• Miten palautetta annetaan ja miten siihen suhtaudutaan? 
• Miten työntekijöiden motivaatiota ylläpidetään?  
• Kannustetaanko työntekijöitä oma-aloitteisuuteen? Miten? 
• Millä tavoin yrityksenne mahdollistaa työntekijöiden henkilökohtaisen 
kehittymisen? 
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Interview questions 
 
1. Background information 
• Tell about your work history and how did you end up to work in Russia. 
• How long have you been working in your current position, and what is 
included in your job? 
• What is your personal understanding of management? 
 
2. Language 
• What kind of language skills you have? How did you acquire it? 
• What is a working language of your organization, and is there some kind of 
instructions on that? 
• What kind of challenges language creates on communication? 
 
3. Communication style 
• Describe communication with Russians. 
• What is the best way to communicate with Russians? Have you found 
differences between spoken and written communication? 
• Are there remarkable differences between Finnish and Russian 
communication styles? How possible differences effect on communication? 
• Do you have some concrete examples on problems or misunderstandings 
caused by communication? 
 
4. Power distance 
• What kind of hierarchy your organization has? 
• How employees bring out a possible respect to their leader? 
• How bureaucracy and corruption effect on your work? 
 
5. Uncertainty avoidance 
• What kind of concept of time your organization has? Has any problems 
occurred on adaptation of it for instance in following working time or 
deadlines? 
• How changes are taken, and how people accept that future cannot be 
predicted? 
 
6. Humane orientation 
• How fairness and courtesy occur in your organization? 
• How your organization takes care of employees’ workplace welfare? 
 
7. Institutional collectivism 
• How employees are encouraged to share know-how and skills? 
• How employees are rewarded on good performances? 
 
8. In-group collectivism 
• How the meanings of personal relations occur at work place? 
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• Are there networks between employees? 
• Is it allowed to talk about personal life at work, and is it encouraged? 
 
9. Assertiveness 
• How ambition occurs at working life? 
• How employees aim to get promotions? 
 
10. Gender egalitarianism 
• Are there differences between genres at your organization? What kind of? 
 
11. Future orientation 
• Does your organization make long-term plans for the company and its 
employees? What kind of? 
 
12. Performance orientation 
• How feedback is given and how people accept it? 
• How do you support the motivation of employees? 
• Are employees encouraged to act one’s own initiative? How? 
• How your organization enables employees’ personal development?  
 
